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Abstract 
Using both quantitative and qualitative research methods, the present study aims at 
examining the antecedents of reporting sexual harassment among Hong Kong Chinese 
employees. These antecedents include perceived effectiveness of reporting, perceived 
threat of retaliation after reporting, perceived severity of sexual harassment, perceived 
normative pressure of reporting from significant others, perceived facilitation/inhibition 
of reporting from Hong Kong Equal Opportunities Commission and organizations. The 
sample, including 116 male and 191 female employees in the local workplace, completed 
the questionnaire concerning their sexual harassment experiences, responses to 
hypothetical scenarios and perception on the six antecedents of reporting. In-depth 
interviews with victims of sexual harassment were incorporated in this study in order to 
support the statistical findings. Logistic regression analyses revealed that all the six 
antecedents together accounted for a significant amount of variations in reporting 
behavior. Perceived effectiveness of reporting, perceived threat of retaliation and 
perceived facilitation/inhibition from organization were found to be significant 
antecedents of reporting sexual harassment in the hypothetical harassment scenarios. 
Knowledge of protection against victimization in the Sex Discrimination Ordinance was 
found to moderate the relationship between perceived threat of retaliation after reporting 
and the reporting behavior. Victims of harassment showed less job satisfaction, more 
psychological distress and poorer physical health than the non-victims. These results 
would be useful for improving the reporting mechanism in Hong Kong so as to reduce 
the negative consequences on the victims of sexual harassment. 
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CHAPTER 1: INTRODUCTION 
An Examination of Antecedents of Reporting Sexual Harassment 
Among Hong Kong Chinese in the Workplace 
Coping with sexual harassment has drawn considerable attention in the past decade. 
Researchers interested in this field have proposed models based on different theoretical 
frameworks in order to understand people's responses to sexual harassment (e.g., 
Fitzgerald, Swan & Fischer, 1995; Knapp, Faley, Ekeberg & DuBois, 1997; Malamut & 
Offermann, 2001). Others have examined the correlates of reactions and focused on the 
classification of coping responses (e.g., Baker, Terpstra & Lamtz, 1990; Brooks & Perot, 
1991; Gruber & Smith, 1995). 
According to the feminist perspectives, sexual harassment is one of the several 
gender inequality issues related to the workplace which is worth discussing and can still 
be easily observed nowadays in many organizations. As Folbre (1994) described in her 
paper, male workers often oppose female competition through "implicit resistance such 
as sexual harassment of women workers" (p. 99). Tangri, Brut and Johnson (1982) stated 
that the function of sexual harassment in the workplace is "to manage ongoing male-
female interactions according to accepted sex status norms, and to maintain male-
dominance occupationally and economically by intimidating, discouraging, or 
precipitating removal of women from work" (p.40). By reviewing these feminists' 
writings, the relationship between gender inequalities in the workplace and sexual 
harassment can be clearly revealed. Therefore sexual harassment in the workplace has 
aroused particular attention among feminist researchers in order to maintain equal 
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opportunities between males and females, so that women can work in the public domain 
without being threatened. 
Previous surveys and research studies in the workplace in Hong Kong revealed that 
there was a moderate to high prevalence of sexual harassment ranging from 35% (Chan, 
Tang & Chan, 1999) to 86% (Hong Kong Confederation of Trade Unions, 1994) of 
participants among Hong Kong Chinese working women. These statistics help us to 
understand sexual harassment is not uncommon in the workplace in Hong Kong, which in 
turn is threatening to the employees as they could be working in a sexually hostile 
environment. 
Definition of sexual harassment 
The term sexual harassment, which can be defined legally or behaviorally, was first 
originated in the 1970s in the U.S. In 1980, the U.S. Equal Employment Opportunities 
Commission defined sexual harassment as the "unwelcome sexual advances, requests for 
sexual favors, and other verbal or physical conduct of a sexual nature" or when conduct 
has the "purpose or effect of unreasonably interfering with a person's work performance 
or creating an intimidating, hostile, or offensive working environment" (EEOC, 1980). In 
the early 1990s, psychologists, such as Fitzgerald and Shullman (1984), proposed a 
behavioral definition of sexual harassment, which was confirmed by many of the 
subsequent studies (e.g. Fitzgerald, Gelfand, & Drasgow, 1995; Fitzgerald, Shullman, 
Bailey, & Richard et al.，1988). Sexual harassment is considered as a behavioral construct 
under Fitzgerald's model, which can be categorized into three types: Gender harassment, 
unwanted sexual attention, and sexual coercion. This definition has been widely used in 
sexual harassment research since then. 
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In Hong Kong, the history of formal documentation of sexual harassment is shorter 
than that of the U.S. There are two forms of sexual harassment as defined by the legal 
definition of sexual harassment in Hong Kong under the Sex Discrimination Ordinance 
(Equal Opportunities Commission, 1997). The first form is any unwelcome sexual 
behavior or conduct which is offensive, humiliating or intimidating. The second form is 
called a "sexually hostile working environment", where there are actions, languages or 
pictures that are of sexual nature, obstructing others to perform their duties at work. The 
definition of sexual harassment, especially when concerning the "sexually hostile 
working environment", is different from person to person. 
The Fitzgerald and Shullman's (1984) behavioral definition of sexual harassment 
was originated in North America, and its applicability in the Hong Kong context was 
unknown. Tang, Yik, Cheung, Choi, and Au (1995a) first explored how Hong Kong 
Chinese students define sexual harassment. They suggested that their definition of sexual 
harassment was similar to that of the Americans. The classification of sexual harassment 
by the three behavioral constructs, namely gender harassment, unwanted sexual attention 
and sexual coercion, was found to be applicable to the Hong Kong Chinese population. 
Responses to sexual harassment 
According to the previous research examining responses to sexual harassment, 
victims may ignore the harasser or harassment, tolerate the harassing behaviors, avoid the 
harasser, blame themselves, tell their friends, confront the harasser directly, file a formal 
complaint, report to the authority, etc. (e.g., Fitzgerald, 1990; Chan et al.，1999; Gutek & 
Koss, 1993; Tang, Yik, Cheung, Choi & Au, 1995b; U. S. Merit Systems Protection 
Board, 1981). There are several classifications of victim's responses used by these 
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researchers. For example, Gruber (1992) suggested a continuum of assertiveness of 
reactions, in which avoidance is the least assertive type of response while direct 
confrontation is at the other end. Gutek and Koss (1993) proposed a two-by-two system 
with the two dimensions named as 'individual responses' versus 'responses involving 
others' and 'direct' versus 'indirect' responses. Knapp et al. (1997) elaborated this two-
dimensional typology and suggested that coping strategies vary with respect to two 
dimensions: focus of responses (self versus initiator focus) and mode of responses (self-
versus supported response), which yield four types of responses, namely avoidance-
denial, social coping, confrontation-negotiation and advocacy seeking. 
Reporting of sexual harassment 
Reporting, one of the responses to sexual harassment, is defined as the act of telling 
an organizational authority (e.g., supervisor or Equal Opportunities representative) about 
the unwanted or offensive sex-related behaviors (which are formally named as sexual 
harassment). In the study conducted by Fitzgerald et al. (1995), they found that the 
coping strategies used by victims of sexual harassment was dominated by some of the 
assertive strategies, such as filing a formal compliant, and suggested that such strategies 
are effective in ending the harassing behaviors. However, other studies revealed that only 
a limited amount of victims used this kind of assertive strategies. For example, the U. S. 
Merit Systems Protection Board (1994) found that only 13% of female and 8% of male 
federal employees reported harassing behaviors to a supervisor, whereas 45% of female 
and 44% of male federal employees ignored the harassing behaviors and took no action. 
Such avoidance of confrontational and assertive coping strategies is more noticeable in 
the Chinese samples. In a Chinese secretary sample, Chan et al. (1999) found that only 
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18.5% of female participants informed other supervisors about the incident and 11.1% 
complained to the authority. The majority of sexual harassment victims ignore the 
harassing behaviors even though they generally see that ignoring is ineffective in 
stopping harassment. 
The Sex Discrimination Ordinance (SDO) was enacted by the Hong Kong 
Government in 1995 in order to stop any form of sexual discrimination in Hong Kong. In 
1996，the Hong Kong Equal Opportunities Commission (EOC) was established to handle 
complaints of sexual harassment, mediate the conciliation process and provide legal 
assistance if conciliation is not successful. Due to the increase in awareness and legal 
liability of organizations, some organizations (e.g. Northwest Airlines, The Hong Kong 
SAR Government, and the Chinese University of Hong Kong, etc) created their own 
sexual harassment policies and handling procedures. It seems that there is a legal 
environment made available for reporting sexual harassment in the workplace in Hong 
Kong. However, as reported by the EOC, only 122 cases of complaint of sexual 
harassment were filed in 2002 (EOC Annual Report, 2002). The underreporting of sexual 
harassment has also been well documented in other countries (e.g., Fitzgerald et al., 1988; 
McKinney, 1990). 
Antecedents of reporting sexual harassment 
Only a handful of previous studies have examined the reporting of sexual 
harassment. Factors such as victims' sexual harassment history, subjective appraisal of 
distress, perpetrator's rank and the labeling of sexual harassment were found to be 
significant predictors of reporting behaviors (Bergman, Langhout, Palmieri, Cortina & 
Fitzgerald, 2002). Some other factors were found to influence the likelihood of reporting 
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sexual harassment, including the severity of the offense (Brooks & Perot, 1991), feminist 
ideology and gender-role attitudes (Brooks & Perot，1991; Malovich & Stake, 1990)， 
self-esteem (Malovich & Stake，1990), and gender bias in sexual harassment policies 
(Riger, 1991). 
Many of the previous studies examining antecedents of reporting sexual harassment 
viewed sexual harassment as a stressful experience and used a coping framework as the 
basis of their studies (e.g., Malamut & Offermarm, 2001; Tsui, 1999). The stress model of 
Lazarus and Folkman (1984) emphasizes a transactional nature of the stressful experience 
between the person and environment. Two processes, cognitive appraisal and coping 
process, are responsible for the evaluation of this person-environment relationship. 
Malamut and Offermann (2001) examined the cognitive processes underlying the choice 
of coping strategy. Their results revealed that the cognitive appraisal of harassing 
situation acts as a mediator accounting for the variations in the probability of choosing 
confrontational coping strategies such as reporting to authorities, but not for avoidance-
denial strategies, across levels of personal and environmental determinants. The authors 
therefore suggested that we might view the process of determining responses toward 
sexual harassment as behavioral or action-oriented, in addition to the internal/cognitive 
perspectives. 
In order to follow the above findings, reporting of sexual harassment is viewed as a 
behavioral construct rather than a coping strategy in the present study, and the 
antecedents of reporting were examined based on an attitude-behavior consistency 
approach. This approach may help to increase our understanding on the responses of 
sexual harassment other than the coping framework used in the previous studies. Besides, 
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a meta-analytic review on the relationship between attitude and behavior revealed that 
attitude toward a specific situation is found to predict behavior (Kraus, 1995). According 
to Kraus (1995), attitude is subject to more external influences when compared to 
cognitive appraisal. By studying how attitudes may affect the reporting behavior of 
sexual harassment, the legal officials, anti-sexual harassment organizations and managers 
could obtain more information so to create an environment which may enhance the 
reporting of sexual harassment by influencing victims' attitudes. 
This study examined the attitudinal factors which may account for the variance of 
sexual harassment victims' reporting behavior derived from the theoretical framework of 
Theory of Planned Behavior (TOPB; Ajzen, 1988, 1991). The three conceptually 
distinctive sets of beliefs in TOPB include: attitudes toward the act, perceived normative 
pressure with respect to the act and perceived behavioral control of the act. In the present 
study, factors explaining reporting of sexual harassment were developed based on the 
concept of consistency between attitude sets toward a behavior and the outcome behavior 
of Ajzen'sTOPB. 
Attitude towards reporting. Attitude towards reporting includes victims' beliefs that 
reporting will lead to various consequences and their subjective evaluation of these 
consequences. First, Brooks and Perot (1991) proposed that perceived outcomes of 
reporting was one of the factors which would directly influence reporting. Outcomes of 
reporting include both negative and positive consequences after reporting. The 
effectiveness of reporting in stopping future harassment is the most direct and positive 
consequence of reporting. Previous research findings indicated that victims hesitated to 
report because they believed that reporting would have no impact on the situation 
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(Culbertson et al.，1992, Fitzgerald et al.，1988). When victims of harassment believe that 
their reporting behaviors could stop the harassment to themselves and other coworkers, 
they should be more likely to report their experiences. Therefore, perception on the 
effectiveness of reporting may affect the decision of reporting sexual harassment. 
Second, threat of retaliation after reporting is one of the negative consequences of 
reporting sexual harassment. Some victims may have fear of retaliation and being labeled 
as "troublemaker" or not being believed after reporting. Many victims hesitated in 
reporting harassment because they believed that reporting may result in retaliation 
(Culbertson et al., 1992, Fitzgerald et al., 1988). In a recent survey conducted by the 
Hong Kong Confederation of Trade Union in 2003，the results suggested that some 
female employees did not report the harassment behaviors due to the threat of job loss in 
the poor economic conditions in Hong Kong. In addition, the victims may fear of being 
labeled as "trouble-maker" and thus losing one's social network (Dansky & Kilpatrick， 
1997). Therefore, perceived threat of retaliation after reporting may affect victims' 
reporting behavior. 
Third, according to Brooks and Perot (1991)，they found that a sample of female 
faculty and graduate students demonstrated that the likelihood to report harassment was 
significantly predicted by the extent to which the victims perceived the harassment to be 
"offensive". The offensiveness of sexual harassment can be determined by the type or 
frequency of sexual harassment experience in many of the pervious studies. Previous 
research found that the type of sexual harassment was a useful situational determinant of 
its responses. The more severe the harassment experience is, the more confrontational 
reactions, such as reporting behavior, are being used (Baker et al., 1990). However, the 
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severity of sexual harassment is subjective instead of being an objective measure of the 
harassment type or frequency. Therefore, the perceived severity of sexual harassment was 
included as one of the antecedents in the present study. 
Perceived normative pressure towards reporting. Another potential antecedent of 
reporting is victims' perceived normative pressure towards reporting. In the TOPB, Ajzen 
(1988, 1991) proposed that one's beliefs on whether the act will be approved by one's 
significant others and how likely one will comply with these significant others influence 
one's behavioral intention of an act. These significant others may include victims' family 
members, boyfriend/girlfriend or spouse, friends, coworkers, supervisor or subordinates. 
Brooks and Perot (1991) hypothesized that normative expectations for reporting exert a 
direct influence on reporting behavior. However, they did not measure participants' 
perceived normative expectations for reporting in the study and did not include this factor 
in their final model. Moreover, Hong Kong Chinese are living in a collectivistic society. 
Collectivistic societies place great emphasis on "we" which represents their collective 
identity. Individuals in these societies are more conscious to the presence of groups and 
more dependent on one another emotionally (Hofstede, 1980). As a result, the concept of 
norms would be more salient in collectivistic cultures thus become more powerful in 
governing their individual's behaviors. Therefore, the perceived normative pressure 
toward reporting from the significant others was expected to be one of the antecedents of 
reporting sexual harassment. 
Perceived behavioral control of reporting. Perceived behavioral control describes 
victims' beliefs regarding the existence of facilitating or inhibitory conditions and the 
perceived power of these conditions to promote or hinder the outcome of reporting in the 
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harassment context. Similar to the concept of whistle blowing in organizations, 
individuals who know where to report, who are in organizations with formal policies and 
procedures for reporting and who believe that reports are treated fairly, are more likely to 
report sexual harassment (Keenan, 1995; Miceli & Near, 1985). As mentioned 
previously, Hong Kong EOC has been established for seven years to provide a channel 
and assistance to victims' of sexual harassment who would like to file complaints. Also 
under the Sex Discrimination Ordinance in Hong Kong, employers are legally 
responsible for the actions of their employees if sexual harassment has happened in the 
workplace. As a result, some of the local organizations have created policies and 
procedures to file and process the complaints of sexual harassment. 
However, victims' knowledge of the presence and beliefs towards these channels 
may vary, thus influencing their decision of reporting. In addition, organizations rarely 
encourage open discussion of issues relates to sexual harassment and often call for 
confidentiality when dealing with the complaints (Clair, 1998). Victims of sexual 
harassment in the workplace may perceive that their organizations try to keep the 
complaints private and thus inhibit them from reporting to their organizations even when 
these channels are available. Therefore, victims' perceived facilitation/inhibition of 
reporting from EOC and from organization were proposed to be potential antecedents of 
reporting in the present study. 
Gender difference on reporting sexual harassment 
Besides investigating the antecedents of reporting sexual harassment, it is also 
critical to understand the ways in which women and men choose different responses to 
sexual harassment when it does occur. Gender discrimination through sexual harassment 
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oppresses the victims and encourages a power imbalance among organization members 
(e.g., Cockbum, 1991; Kanter, 1977; Mills, 1992), and thus sexual harassment in the 
workplace has long been viewed as a hegemonic process through which men exert their 
power over women in order to control them in the workforce. Though patriarchy is seen 
as an ideology that promotes oppression usually at the expense of women, but other 
marginalized members of society are also subject to oppressive practices such as 
hierarchy and class division (Clair, 1998). Therefore, not only women's perception on 
reporting sexual harassment in the workplace should be studied, men's perception on 
reporting should also be explored. 
Gender difference on reporting of sexual harassment has not been examined 
systematically in previous research, but such difference can be found when checking the 
demographic variables of these studies. For example, there were about 39 percent of 
female participants who reported their sexual harassment experience whereas only 14.7 
percent for male participants in the research conducted by Bergman et al. (2002) with the 
military sample. These figures may suggest that there are gender differences on reporting 
of sexual harassment. Such differences may be due to gender differences on the 
perception of reporting behavior. In order to explore the gender differences on reporting 
behavior, the moderating effect of gender on the relationship between the six antecedents 
of reporting sexual harassment and reporting behavior was examined in this study. 
Knowledge of protection against victimization of sexual harassment 
Another factor that may affect the reporting behavior of harassment victims is the 
knowledge of the availability of legal protection against victimization of sexual 
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harassment. In the Sex Discrimination Ordinance (SDO), victims of sexual harassment 
are protected against victimization which is stated as follow: 
"Victimization arises where a harasser treats the victim of harassment less 
favorably than other persons in comparable circumstances because the person 
victimized or a third person has brought proceedings against the harasser under 
the Sex Discrimination Ordinance; has given evidence or information in connection 
with proceedings brought by any other person under the Sex Discrimination 
Ordinance; has done anything under or by reference to the Sex Discrimination 
Ordinance in relation to the harasser; and alleged that the harasser has committed 
an act which is unlawful under the Sex Discrimination Ordinance. ” (Section 9 of 
the Sex Discrimination Ordinance; Equal Opportunities Commission, 1997) 
It is expected that reporting behaviors might be enhanced if the victims are clear 
that they are protected against victimization under the legislation of the Sex 
Discrimination Ordinance. 
Consequences of sexual harassment 
In addition to the literature review on antecedents of responses to sexual 
harassment, attention was also placed on the consequences of sexual harassment in this 
study. Results from previous studies showed that the outcomes of sexual harassment 
could be divided into three main areas: psychological, job-related and physical 
consequences. 
Psychological impact, which consists of both emotional and mental health 
consequences and also psychological symptoms, includes emotional disturbances such as 
anger, fear, irritability, and vulnerability (e.g., Gutek, 1985; Working Women's Institute, 
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1979); mental health consequences such as anxiety (Holgate, 1989), depression (e.g., 
Institute for Research on Women's Health, 1988), and the symptoms of Post Traumatic 
Stress Disorder (PTSD; Dansky & Kilpatrick, 1997); psychological symptoms such as 
lowered life and health satisfaction (e.g., Fitzgerald, Drasgow, Hulin, Gelfand, & 
Magley, 1997; Munson, Hulin, & Drasgow, 2000), and psychological well-being (e.g., 
Bergman et al., 2002). 
Job-related outcomes include employees' work role attitudes and counter-
productive behaviors in the workplace. Examples of impacts on workers' work role 
attitudes are decreased job satisfaction (e.g., Culbertson, et al., 1992; Gutek & Koss, 
1993), negative impact on satisfaction with coworkers and supervisors (Gruber & Bjom， 
1982; O'Farrell & Harlan, 1982)，decreased organizational commitment (e.g., Fitzgerald, 
Drasgow, & Magley, 1999; Magley, Hulin, Fitzgerald & DeNardo，1999)，and decreased 
work motivation (Jensen & Gutek, 1982). In addition, counter-productive behaviors such 
as declined job performance (e.g. Crull, 1982; Gutek, 1985), increased absenteeism 
(Gosselin, 1986; USMSPB, 1981，1987), increased turnover intention (Murry, 
Sivasubramaniam, & Jacques, 2001; O'Connell & Korabik, 2000; Rosen, & Martin, 
1998)，lowered productivity (USMSPB, 1981，1987), work withdrawal and job 
withdrawal (e.g., Donovan, Drasgow, & Munson, 1998)，have all been found to be 
associated with sexual harassment experiences. 
Physical outcomes of sexual harassment in the workplace are defined as the somatic 
symptoms of victims. Physical symptoms frequently reported by victims include inability 
to sleep, tiredness, headaches, crying spells, gastrointestinal disturbances (e.g., loss of 
appetite, binge eating), jaw tightness, grinding of teeth, urinary tract infections, weight 
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loss, and nausea (e.g., Crull, 1982; Gutek, 1985; Koss, 1990; Salisbury, Ginoria, Remick, 
& Stringer, 1986). 
These consequences are harmful to both victims of sexual harassment and 
organizations. Therefore it is also important to study victims' psychological, job-related 
and physical outcomes when examining their reporting behaviors. 
The present study 
To recap, the association between the six antecedents of reporting and the reporting 
of sexual harassment in the local workplace was examined in this study. Due to the fact 
that low percentages of male employees with sexual harassment experience were 
obtained in the previous sexual harassment research (e.g. Bergman et al., 2002, Malamut 
et al.，2001), hypothetical scenarios of sexual harassment were presented in order to 
examine the responses of both male and female participants and the factors affecting their 
responses towards sexual harassment. In addition to the hypothetical data, perceptions on 
the six antecedents of reporting were also measured among employees who had 
experienced sexual harassment in their workplace. 
Qualitative analysis was also included in this research to support and corroborate 
the survey results. Most previous studies on sexual harassment used either survey data 
(e.g., Fitzgerald et al., 1994; Stockdale, 1998) or interview data (e.g., Clair, 1998; Rogers 
& Henson, 1997). A multi-method approach is seldom used in sexual harassment 
research. Therefore, interview data were incorporated in this study to support the survey 
data in order to make this study more comprehensive. In-depth interviews of victim who 
reported and did not report the harassment were conducted, in order to review the reasons 
of reporting and not reporting and how did they cope with their sexual harassment 
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experience. These qualitative data helped to support the results from quantitative analysis 
as converging evidence and at the same time helped to voice the "silences" of sexual 
harassment victims. 
Objectives of the study 
To sum up, the purpose of the present study is to examine the association of 
reporting behavior and the six antecedents of reporting behavior derived from the TOPB 
among the Hong Kong Chinese in their workplace. These six antecedents include 
perceived effectiveness of reporting, perceived threat of retaliation after reporting, 
perceived severity of sexual harassment by victims, perceived normative pressure of 
reporting from significant others, perceived facilitation/inhibition of reporting from EOC 
and organization, which altogether were hypothesized to account for a significant amount 
of variations in reporting sexual harassment as illustrated in Figure 1. The moderating 
effects of gender and the knowledge of protection against victimization in the Sex 
Discrimination Ordinance on the relationship of the six antecedents of reporting and 
reporting behavior were also examined in the present study. In addition to the antecedents 
of reporting sexual harassment, the differences in psychological, physical and job-related 
consequences of sexual harassment between the harassed and non-harassed samples were 
also examined in this study. 
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Figure 1. Antecedents of reporting sexual harassment. 
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CHAPTER 2: METHOD 
This study was divided into three parts: an elicitation study in constructing items for 
the six antecedents of reporting sexual harassment, a main study which measured various 
variables among Hong Kong Chinese employees, and in-depth interviews with victims of 
sexual harassment. 
Elicitation Study 
To construct the sets of items which were used to measure the antecedents of 
reporting, an elicitation study using open-ended questions was conducted. This step is 
necessary since there are no previously established questionnaires to measure antecedents 
of reporting. Items measuring the six antecedents of reporting sexual harassment were 
constructed through content-analysis. 
Participants. Seventeen female and ten male employees, aged 18 or above, who had 
a full-time job in Hong Kong at the time of survey were recruited through convenience 
sampling. All their participation was on voluntary basis. 
Materials. Open-ended questions were set according to the six antecedents of 
reporting sexual harassment in the workplace (see Appendix A and B). These questions 
include "imagine that you have been sexually harassed in your workplace, what are the 
advantages of reporting the sexual harassment behavior?" The responses from these 
open-ended questions were content analyzed and the most frequent responses for each 
category were used to construct the measures of antecedents of reporting sexual 
harassment. The survey instrument used in the main study was constructed after 
analyzing the data obtained from the elicitation study. 
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Main Study 
Participants. Three hundred and eleven Hong Kong Chinese employees, aged 18 or 
above, were recruited through convenience sampling. Around 1000 questionnaires were 
distributed and 337 participants returned their questionnaires by mail or in person. 
Twenty-six participants were discarded since they were either incomplete or returned by 
non-employee sample. The response rate was 33.7%, which is comparable to other 
previous studies in the United States (Mazer & Percival，1989a, 1989b) and in Hong 
Kong (Chan et al., 1999). 
Materials. The content of questionnaire consisted of both self-developed scales and 
scales adapted from previous studies. All the adapted scales in English were translated to 
Chinese and back translation was performed to ensure the equivalence in meaning of the 
translated items. 
Sexual harassment experience was measured by the shortened version of Sexual 
Harassment Scale validated by Tang et al. (1995a) with Chinese undergraduate students 
in Hong Kong. This scale, measuring three dimensions of sexual harassment namely 
gender harassment, physical seduction and sexual coercion, is highly similar to Sexual 
Experiences Questionnaires (SEQ； Fitzgerald et al” 1988) in content. Respondents were 
asked to indicate how often various types of sexual harassment acts, either by 
supervisors, coworkers or subordinates, had happened to them in their workplace in the 
past two years on a 5-point scale ranging from never � to always (5), with higher 
numbers indicating more experiences of sexual harassment. In addition, a question of 
“Have you ever been sexually harassed in the workplace in the past two years?" was 
asked at the end to examine the labeling of harassing behavior by the participants who 
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had harassment experience. The reliability alpha of this 8-item scale is .79. For those 
participants who had experienced harassment, information of the harassers such as sex, 
age, race and ranking of harasser were asked after the responses scale. 
Participants' responses to sexual harassment were measured by the 10-item 
checklist developed by Tang et al. (1995b). The scale covers various types of responses 
ranging from the more direct, assertive style, such as “complained to the authority" to the 
more indirect, nonassertive response, such as "ignored the harasser". Respondents who 
had checked the items "informed supervisors about the incident" or "complained to the 
authority such as the Equal Opportunities Commission" were classified as reporters 
whereas the remaining were classified as non-reporter in the hypothetical harassment 
situations. For participants who had experienced sexual harassment in their workplace, 
they were required to fill in the response checklist in regard to their actual harassment 
experience. 
In addition, four different hypothetical scenarios of harassing behaviors were 
presented and participants were asked to check their responses in the checklist for each 
harassing behavior if it happened in their workplace. Since it is difficult to recruit a large 
sample of harassment victims, many previous sexual harassment studies used 
hypothetical harassment scenarios to investigate perceptions of harassment (e.g., 
LaRocca & Kromrey，1999; Marin & Guadagno，1999). 
The four scenarios varied in the rank of harasser (supervisor or coworker) and type 
of harassment (gender harassment or sexual coercion) (see Appendix C and D). These 
scenarios were adapted from the homepage of the Chinese University of Hong Kong 
Policy on Sexual Harassment (The Chinese University of Hong Kong Sexual Harassment 
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Policy Committee, 2000). Scenarios 1 and 2 depicted hypothetical gender harassment 
perpetrated by supervisor and coworkers respectively. Example of gender harassment 
scenario was 
"A supervisor in your department upsets and embarrasses female coworkers 
publicly by saying that they are incompetent in their work and should seek help 
from male coworkers. You feel unpleasant and embarrassed immediately because of 
this remark.“ 
Scenarios 3 and 4 depicted hypothetical sexual coercion incidents perpetrated by 
supervisor and coworkers respectively. An example of sexual coercion scenario was 
"By making sex a condition for career advancement, a supervisor in your 
department makes the working environment unfair and intimidating to you. ” 
All participants were asked to fill in the responses checklist in relation to each of 
these four harassment scenarios. 
Items measuring the six antecedents of reporting sexual harassment, perceived 
effectiveness of reporting, perceived threat of retaliation after reporting, perceived 
severity of sexual harassment by victims, perceived normative pressure of reporting from 
significant others, perceived facilitation/inhibition of reporting from EOC and 
organization, were constructed in the elicitation study (see Appendix E and F). A 7-point 
scale ranging from very unimportant (1) to very important (7), with higher numbers 
indicating a higher degree of importance of the items when deciding whether to report 
sexual harassment or not. These six measures were answered by participants based on the 
four hypothetical harassment situations in the context of their own organizations and/or 
their actual harassment experience. 
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There were two items in the subscale of perceived effectiveness of reporting. 
Sample items include "whether complaining can help to stop sexual harassment", with 
reliability alphas ranging from .73 to .84 across the four hypothetical scenarios and real 
harassment experience. The subscale of perceived threat of retaliation after reporting was 
consisted of three items such as "whether complaining will damage my relationship with 
the organization", with the reliability alphas ranging from .84 to .90 across situations. 
Perceived severity of sexual harassment was measured by two items asking how the 
frequency and severity of sexual harassment influenced their reporting behaviors. The 
reliability alphas of this subscale ranging from .77 to .91 across scenarios and real 
harassment experience. The subscale of perceived normative pressure of reporting was 
consisted of three items which include "coworkers' attitudes toward my complaint" with 
reliability alphas ranging from .71 to .86. The subscales of perceived 
facilitation/inhibition of reporting from EOC and organization were both consisted of 
four items, with sample items such as "clear procedure in handling the complaint by the 
Equal Opportunities Commission" and "fairness in handling the complaint by the 
organization". The reliability alphas of these two subscales ranging from .91 to .94 and 
.92 to .95 respectively across scenarios and real harassment cases. The overall reliability 
alphas range from .90 to .91 across the four hypothetical scenarios and the actual 
harassment experience. 
Psychological, job-related and physical consequences of participants who had 
experienced sexual harassment were measured by four scales developed by previous 
researchers. Respondents' psychological well-being and distress were assessed by the 12-
item General Health Questionnaire (GHQ; Goldberg, 1992). Respondents were asked to 
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indicate whether they have recently experienced a particular item of behavior, such as 
"Have you recently lost much sleep over worry?" with a 4-point scale ranging from much 
more than usual (1) to much worse than usual (4). The reliability alpha of this scale is .77. 
Job satisfaction was measured by a 5-tern scale developed by Quinn and Staines 
(1979), with items such as "All in all, I am satisfied with my job." on a 7-point scale 
ranging from strongly disagree (1) to strongly agree (7). The reliability alpha of this scale 
is .86. 
Participants' organizational commitment was measured by the 9-item 
Organizational Commitment Questionnaire (OCQ; Porter, Steers, Mowday, & Boulian, 
1974), with reliability alpha of .91. Respondents were asked to rate items such as “I am 
proud to tell others that I am part of this organization" on a 7-point scale ranging from 
strongly disagree (1) to strongly agree (7). 
Finally, physical outcomes were assessed by a shortened version of Medical Profile 
Questionnaire (MPQ; Mueller, 1996) with 15 items. The items asked respondents to 
indicate the presence or absence of specific health symptoms including severe headaches, 
shortness of breath and feelings of exhaustion for no reason. The reliability alpha of this 
scale is .75. 
A scale measuring participants' knowledge of protection against victimization in 
sexual harassment was developed by asking the participants to state whether the items, 
such as “a person discriminate another person who provides information to the EOC for 
the purposes of investigation by the EOC", are against this code of practice in the Sex 
Discrimination Ordinance. Five items were developed and the reliability alpha for this 
scale is .80. 
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Respondents' demographic variables including age, occupation, rank, job-gender 
context in the workplace, marital status and socio-economic status were asked at the end 
of the questionnaire. 
Procedures. Participants were recruited on voluntary basis and all their information 
is kept confidential. Participants were asked to complete the written questionnaires. There 
are two versions, male and female versions, with a difference in the gender of harasser in 
the four hypothetical scenarios. Cross-gender harasser was used in these hypothetical 
scenarios. The Sexual Harassment Scale were filled in first, and those who did not have 
sexual harassment experience were asked to jump to the items concerning the responses 
under the hypothetical harassment situations, the six antecedents measures, job 
satisfaction scale, commitment scale, GHQ, physical symptoms checklist and 
demographic data. Participants who had sexual harassment experience were required to 
fill in all the parts in the questionnaire. Due to the importance of protecting participants' 
confidentiality on this sensitive topic, completed paper-and-pencil questionnaires were 
returned in sealed, paid commercial mail. 
In-depth interviews 
Participants. A reporter and a non-reporter who had sexual harassment experience 
within the two years prior to the interview were recruited through personal contact and 
through the help of the Association Concerning Sexual Violence Against Women in 
Hong Kong. 
Procedures. Semi-structured interviews were conducted with each recruited 
informant, and were recorded with the consent from informants. Content of the interview 
included detailed description of their sexual harassment experiences in the workplace, 
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their responses to sexual harassment, antecedents of whether to report sexual harassment, 
experiences in the reporting process, final outcomes of reporting and the experienced 
negative consequences of sexual harassment, etc. Interviews were transcribed for further 
analysis. 
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CHAPTER 3: RESULTS 
Demographic data 
A summary of demographic variables is presented in Table 1. There were 116 male 
and 191 female participants with mean age of 25.76 year-old. Concerning their marital 
status, 89.3% of them were single, 9.4% married, 1% engaged and .3% divorced. Around 
54.6% of them were working in the public sector while 45.4% of them were working in 
the private sector. Twenty-one percent of the participants were working in male-
dominated workplace, 50.5% of them were working in female-dominated workplace and 
29.5% of them were working in gender-neutral workplace. Regarding the availability of 
reporting mechanism of sexual harassment in the workplace, 28.8% of the participants 
answered that there was no such reporting mechanism of sexual harassment, 51.5% 
answered that they know that there was a reporting mechanism and 19.7% answered they 
did not know whether any reporting mechanism was available in their workplace. 
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Table 1 
Demographics of Participants 
Demographic Percentage Frequency 
Gender M ^ ^ 116 
Female 62.2 191 
Age 18-25 68.5 198 
26-30 19.7 57 
31-40 8.3 24 
41-55 3.5 10 
Marital status Single 89.3 275 
Married 9.4 29 
Engaged 1 3 
Divorced 0.3 1 
Socio-economic status Upper class 2 135 
Middle class 52.5 156 
Lower class 45.5 6 
Organization sector Private 54.6 154 
Public 45.4 128 
Job-gender context Male-dominated 20.1 61 
Female-dominated 50.5 153 
Gender-neutral 29.4 89 
Availability ofSH policy Yes 51.5 152 
No 28.8 85 
Not clear 2 58 
Note. The overall sample size of participants was 311. However, there were missing data from 
participants thus making the total frequency of each demographic variable not equal to 311. 
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Among the 311 participants, 29.9% of them filled in the responses checklist of 
actual sexual harassment experience. However, only 8.5% of them agreed that they had 
experienced sexual harassment in their workplace. This result may show that there are 
differences in perception of the definition of sexual harassment in the workplace in Hong 
Kong. Descriptive statistics on the type of sexual harassment experienced by victims are 
presented in Table 2. Among the 93 participants who had actual experience of sexual 
harassment, a majority of them experienced gender harassment (91.4%) in their 
workplace. Only 28% of the victims of harassment experienced unwanted sexual 
attention and 1.1% experienced sexual coercion. No significant gender difference was 
found in the type of sexual harassment the victims had experienced. Moreover, none of 
the victims chose the response of reporting to their organization or reporting to the 
authority such as the Equal Opportunities Commission. Under the first hypothetical 
scenario of gender harassment by supervisor, 16.4% of the participants were classified as 
reporters of sexual harassment, while 22% of them were classified as reporters under the 
second hypothetical scenario of gender harassment by coworker. When the severity of 
sexual harassment hypothetical scenarios was increased to sexual coercion, 62.4% and 
64.8% of participants chose to be reporters of harassment by their supervisor and 
coworker in their workplace respectively. 
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Table 2 
Descriptive statistics on the type of sexual harassment experienced by victims 
Gender 
Total Male Female 
(N=93) (N=31) (N=62) 
Type of harassment Percentage Percentage Percentage Gender difference 
Gender harassment ^ T i 9L9 = . 0 7 ^ 
Unwanted sexual attention 28.0 16.1 33.9 X^(l) = 3.23 
Sexual coercion 1.1 0 1.6 = .51 
Note. Some of the victims experienced more than one type of sexual harassment and 
therefore the sum of the percentages of each column is larger than 100%. 
Antecedents of reporting sexual harassment 
A confirmatory factor analysis was conducted to confirm the factor structure of the 
self-developed scale of the six antecedents of reporting across the four hypothetical 
scenarios of sexual harassment in the workplace. EQS was used for the confirmatory 
factor analysis. Two items were deleted in the scale to obtain satisfactory model fits 
across all four scenarios with a common factor structure (Scenario 1: X^ = 395.268; df= 
120, NNFI = .90，CFI = .92, AGFI = .80 and RMSEA = .089; scenario 2: 523.692; df 
=121, NNFI = .88’ CFI = .90，AGFI = .75 and RMSEA = .110; scenario 3: = 456.045; 
df= 120, NNFI = .90，CFI = .92，AGFI = .79 and RMSEA = .099; scenario 4: X^ = 
417.230; df= 121, NNFI = .92’ CFI = .94, AGFI = .82 and RMSEA = .092). 
Four sets of logistic regression analysis were performed on reporting behaviors as 
dependent variable and six antecedents of reporting (i.e., perceived effectiveness of 
reporting, perceived threat of retaliation after reporting, perceived severity of sexual 
harassment by victims, perceived normative pressure of reporting from significant others, 
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perceived facilitation/inhibition of reporting from EOC and organization) as independent 
variables across the four hypothetical harassment scenarios. 
Means and correlations of the six antecedents of reporting sexual harassment under 
the hypothetical supervisor-gender harassment scenario are presented in Table 3. A test 
of the full model with all six predictors with a constant-only model was statistically 
significant in scenario 1 [X^ (6, TV: 311) = 21.8,/? < .05], indicating that the six 
antecedents, as a set, reliably distinguished between reporters and non-reporters of sexual 
harassment in the hypothetical supervisor-gender harassment scenario. The six 
antecedents of reporting behavior together accounted for 14% variance with Nagelkerke 
R = .14. The Nagelkerke measure is a R measure based on likelihoods and takes into 
account sample size, which also has been adjusted so that a value of 1 could be achieved 
(Nagelkerke, 1991). Classification success was impressive, with 8.7% of the reporters 
and 98.7% of the non-reporters correctly classified, for an overall success rate of 83.5% 
in this scenario. Table 4 shows regression coefficients, Wald statistics and odds ratios for 
each of the six antecedents of reporting behavior across in scenario 1. According to the 
Wald criterion, only perceived threat of retaliation (/?= -.64; ^ = 16.06，p < .001) 
significantly predicted reporting behavior in the hypothetic supervisor-gender harassment 
scenario. Perceived effectiveness of reporting (/?= .36; ；^ = 3.53, p < .10) was marginally 
significant as a predictor of reporting behavior in this scenario. 
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Table 3 
Mean and Correlation Table of the Six Antecedents of Reporting Sexual Harassment in 
Supervisor-Gender Harassment Scenario 
Effective.Retaliation Severity N o r m a t i v e f / i fr. H O C f / I fr. Org. 
Effective. (5.50) .30** .35** A ^ .38** .43** 
Retaliation (5.29) .33** .53** .19** .28** 
Severity (5.46) .34** .29** .37** 
Normative (4.53) .22** .24** 
f/i fr. EOC (5.66) .80** 
f/i fr. Org. (5.81) 
Note. * p< .05. ** p <.01. Effective = Perceived effectiveness of reporting. Retaliation = 
Perceived threat of retaliation. Severity = Perceived severity of sexual harassment. 
Normative = Perceived normative pressure, f/i fr. EOC = Perceived facilitation/inhibition 
from EOC. f/i fr. Org. = Perceived facilitation/inhibition from organization. Means of 
antecedents are placed inside parentheses of each corresponding column. 
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Table 4 
Logistic Regression Analysis of Reporting Sexual Harassment in Supervisor-Gender 
Harassment Scenario 
Antecedents B Wald test Odds Ratios 
Perceived effectiveness of reporting .36 3.53* 1.43 
Perceived threat of retaliation -.64 16.06*** .53 
Perceived severity of sexual harassment -.01 .01 .99 
Perceived normative pressure .13 .54 1.14 
Perceived facilitation/inhibition from EOC -.06 .05 .94 
Perceived facilitation/inhibition from organization .32 1.22 1.38 
Note. * p <.10. ** p< .05. *** p <.01. 
For scenario 2, means and correlations of the six antecedents of reporting sexual 
harassment are presented in Table 5. A test of the full model with all six predictors with a 
constant-only model was statistically significant [X^ (6, = 311) = 22.09, p < .05], 
indicating that the antecedents, reliably distinguished between reporters and non-reporters 
of sexual harassment as a set in the hypothetical coworker-gender harassment scenario. 
The six antecedents of reporting behavior together accounted for 12% variance with 
Nagelkerke R^ = .12. Classification success was impressive, with 7.9% of the reporters 
and 96.7% of the non-reporters correctly classified, for an overall success rate of 76.6%, 
in the hypothetic coworker-gender harassment scenario. Table 6 shows regression 
coefficients, Wald statistics and odds ratios for each of the six antecedents of reporting 
behavior across the four hypothetical harassment scenarios. In this scenario, perceived 
effectiveness of reporting .39; ^ = 5.61,/? < .05) and perceived threat of retaliation 
.01) significantly predicted reporting behavior whereas perceived 
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facilitation/inhibition from organization .43; ^ = 3.64, p < .10) was a marginal 
significant predictor of reporting behavior according to the Wald criterion. 
Table 5 
Mean and Correlation Table of the Six Antecedents of Reporting Sexual Harassment in 
Coworker-Gender Harassment Scenario 
Effective. Retaliation Severity Normative f/i fr. EOC f/I fr. Org. 
Effective. (5.53) .34** .46** .20** .39** .40** 
Retaliation (5.05) .36** .52** .25** .33** 
Severity (5.37) .38** .31** .34** 
Normative (4.51) .21** .30** 
f/i fr. EOC (5.57) .79** 
f/i fr. Org. (5.75) 
Note. * p< .05. ** p <.01. Effective = Perceived effectiveness of reporting. Retaliation = 
Perceived threat of retaliation. Severity = Perceived severity of sexual harassment. 
Normative = Perceived normative pressure, f/i fr. EOC = Perceived facilitation/inhibition 
from EOC. f/i fr. Org. = Perceived facilitation/inhibition from organization. Means of 
antecedents are placed inside parentheses of each corresponding column. 
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Table 4 
Logistic Regression Analysis of Reporting Sexual Harassment in S u p e r v i s o r - G e n d e r 
Harassment Scenario 
Antecedents B Wald test Odds Ratios 
Perceived effectiveness of reporting .39 5.61** 1.48 
Perceived threat of retaliation -.37 7.60*** .69 
Perceived severity of sexual harassment -.15 1.55 .86 
Perceived normative pressure .13 .82 1.14 
Perceived facilitation/inhibition from EOC -.02 .01 .98 
Perceived facilitation/inhibition from organization .43 3.64* 1.54 
Note. * p <.10. ** p< .05. *** p <.01. 
Means and correlations of the six antecedents of reporting sexual harassment under 
the hypothetical supervisor-sexual coercion scenario are presented in Table 7. A test of 
the full model with all six predictors with a constant-only model was statistically 
significant in scenario 3 [Z^(6,A^ = 311) = 40.4,p<.01] , indicating that the six 
antecedents, as a set, reliably distinguished between reporters and non-reporters of sexual 
harassment in the hypothetical supervisor-sexual coercion scenario. In scenario 3，the 
Nagelkerke R^ = .18, which indicates the six antecedents accounted for 18% variance in 
reporting behavior of sexual harassment. Classification success was again impressive, 
with 88.7% of the reporters and 30.4% of the non-reporters correctly classified, for an 
overall success rate of 68.1% in this scenario. Table 8 shows regression coefficients, 
Wald statistics and odds ratios for each of the six antecedents of reporting behavior in 
scenario 3. Like scenario 1，only perceived effectiveness of reporting {J3= .57; ；^ = 
14.76, p < .001) and perceived threat of retaliation {P = 4 5 ; 12.25, p < . 0 0 1 ) 
significantly predicted reporting behavior in scenario 3 according to the Wald criterion. 
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Table 7 
Mean and Correlation Table of the Six Antecedents of Reporting Sexual Harassment in 
Supervisor-Sexual Coercion Scenario 
Effective. Retaliation Severity Normative f/i fr. EOC f/I fr. Org. 
Effective. (5.81) .26** .43** .44** .47** 
Retaliation (4.85) .37** .64** .20** .23** 
Severity (5.33) .39** .30** .35** 
Normative (4.37) .12* .13* 
f/i fr. EOC (5.93) .80** 
f/i fr. Org. (6.09) 
Note. * p< .05. ** p <.01. Effective = Perceived effectiveness of reporting. Retaliation = 
Perceived threat of retaliation. Severity = Perceived severity of sexual harassment. 
Normative = Perceived normative pressure, f/i fr. EOC = Perceived facilitation/inhibition 
from EOC. f/i fr. Org. = Perceived facilitation/inhibition from organization. Means of 
antecedents are placed inside parentheses of each corresponding column. 
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Table 4 
Logistic Regression Analysis of Reporting Sexual Harassment in Supervisor-Gender 
Harassment Scenario 
Antecedents B Wald test Odds Ratios 
Perceived effectiveness of reporting .57 14.76*** 1.76 
Perceived threat of retaliation -.45 12.25*** .64 
Perceived severity of sexual harassment -.13 1.38 .88 
Perceived normative pressure .08 .46 1.09 
Perceived facilitation/inhibition from EOC .05 .06 1.05 
Perceived facilitation/inhibition from organization .30 1.93 1.35 
Note. * p <.10. ** p< .05. *** p <.01. 
In scenario 4’ means and correlations of the six antecedents of reporting sexual 
harassment under the hypothetical coworker-sexual coercion scenario are presented in 
Table 9. A test of the full model with all six predictors with a constant-only model was 
statistically significant [X^ (6，iV = 311) = 46.62, p < .01], indicating that the six 
antecedents reliably distinguished between reporters and non-reporters of sexual 
harassment as a set in the hypothetical coworker-sexual coercion scenario. The 
Nagelkerke R = .20, which indicates the six antecedents accounted 20% variance in 
reporting behavior of sexual harassment in this scenario. Classification success was once 
again impressive, with 89.2% of the reporters and 37.8% of the non-reporters correctly 
classified, for an overall success rate of 72% in the coworker-sexual coercion scenario. 
Table 10 shows regression coefficients, Wald statistics and odds ratios for each of the six 
antecedents of reporting behavior in scenario 4. According to the Wald criterion, only 
perceived effectiveness of reporting (/?= .63; ；^ = 19.31’ < .001) and perceived 
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facilitation/inhibition from organization (J3= .32; ； = 4.33，p < .05) significantly 
predicted reporting behavior. 
Table 9 
Mean and Correlation Table of the Six Antecedents of Reporting Sexual Harassment in 
Coworker-Sexual Coercion Scenario 
Effective. Retaliation Severity Normative f/i fr. EOC f/I fr. Org. 
Effective. (5.74) ^ ^ A l ^ ^ 
Retaliation (4.72) .31** .65** .12* .17** 
Severity (5.30) .38** .25** .36** 
Normative (4.39) .16** .17** 
f/i fr. EOC (5.85) .78** 
f/i fr. Org. (6.01) 
Note. * p< .05. <.01. Effective = Perceived effectiveness of reporting. Retaliation = 
Perceived threat of retaliation. Severity = Perceived severity of sexual harassment. 
Normative = Perceived normative pressure, f/i fr. EOC = Perceived facilitation/inhibition 
from EOC. f/i fr. Org. = Perceived facilitation/inhibition from organization. Means of 
antecedents are placed inside parentheses of each corresponding column. 
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Table 4 
Logistic Regression Analysis of Reporting Sexual Harassment in Supervisor-Gender 
Harassment Scenario 
Antecedents B Wald test Odds Ratios 
Perceived effectiveness of reporting .63 19.31*** 1.88 
Perceived threat of retaliation -.14 1.29 .87 
Perceived severity of sexual harassment -.13 1.30 .88 
Perceived normative pressure -.03 .05 .97 
Perceived facilitation/inhibition from EOC .03 .02 1.03 
Perceived facilitation/inhibition from organization .32 4.33** 1.57 
Note. * p <.10. ** p< .05. *** p <.01. 
To sum up, the logistic regression analyses reveal that all the six antecedents of 
reporting sexual harassment together accounted for the 12-20% variance of reporting 
behavior across the four hypothetical scenarios. When focusing on the significant 
antecedents of reporting, perceived effectiveness of reporting was found to be a 
significant antecedent across all the four hypothetical scenarios. Perceived threat of 
retaliation was found to be a significant antecedent in all the scenarios except for the 
coworker-sexual coercion scenario. Furthermore, perceived facilitation/inhibition from 
organization in reporting sexual harassment was found to be a significant antecedent in 
the two coworker-as-harasser scenarios. 
Moderating effect of gender on the relationship of antecedents of reporting and reporting 
behavior 
In addition to the analyses on the six antecedents of reporting in accounting the 
reporting of sexual harassment across the four scenarios, the moderating effect of 
participants' gender was examined by sequential logistic regression analyses. Across the 
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four scenarios, the classification of reporting behavior (reporter or non-reporter) was 
assessed on the basis of the six antecedents of reporting in block 1，followed by the 
gender of participants in block 2, and then the interaction terms of each antecedent and 
gender in block 3 of the sequential logistic regression analyses. The models with 
interaction terms of the six antecedents of reporting and gender were not reliably 
different from the model with only the six antecedents and gender [scenario 
311) = 3.17’ > .05; scenario 2: (6,7V = 311) = 7.90，p > .05; scenario 3: (6, N = 
311) = 8.42’ p > .05; scenario 4: (6, A^  = 311) = 8.06，p > .05]. This results show that 
there is no moderating effect of gender on the relationship between the six antecedents of 
reporting and reporting behavior across all four hypothetical harassment scenarios. 
The main effect of gender in accounting the variance of reporting behavior was then 
examined. The models with the six antecedents of reporting and gender were not reliably 
different from the model with only the six antecedents in the gender harassment scenarios 
[scenario 1: (1, 311) = 3.79，p>.05; scenario 2: (1, A^  = 311) = 2.66, p > .05]. 
However, the models with the six antecedents of reporting and gender were reliably 
different from the model with only the six antecedents in the both the supervisor- and 
coworker-sexual coercion scenarios [scenario 3: X^ (1, N = 311) = 8.28，p < .01; scenario 
4: (1, A^  = 311) = 16.30, p < .001]. Table 11 and 12 show the regression coefficients, 
Wald statistics and odds ratios for each of the six antecedents of reporting behavior in 
scenarios 3 and 4 respectively. According to the Wald criterion, gender (y5= .81; = 
8.24, p < .01)，together with perceived effectiveness of reporting = .38; ；^ = 4.99, p < 
•05) and perceived threat of retaliation -.35; ^ = 6.62, p < .05) were significant 
predictors of reporting behavior under the hypothetical supervisor-sexual coercion 
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scenario. For scenario 4, gender (J3= 1.16; ；^ = 15.97, p < .001) and perceived 
effectiveness of reporting (j3= .61; = 17.24, p < .001) were significant predictors of 
reporting behavior, while perceived facilitation/inhibition from organization towards 
reporting (/?= .44; ； = 3.71,/? < .10) was a marginally significant predictor under the 
hypothetical coworker-sexual coercion scenario. 
Table 11 
Logistic Regression Analysis of Reporting Sexual Harassment in Supervisor-Sexual 
Coercion Scenario 
Antecedents B Wald test Odds Ratios 
Perceived effectiveness of reporting .52 11.95*** 1.68 
Perceived threat of retaliation -.42 9.91*** .66 
Perceived severity of sexual harassment -.15 1.75 .86 
Perceived normative pressure .03 .07 1.04 
Perceived facilitation/inhibition from EOC .04 .03 1.04 
Perceived facilitation/inhibition from organization .30 1.84*** 1.35 
Gender .81 8.24 2.24 
Note. * p <.10. ** p< .05. *** p <.01. 
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Table 4 
Logistic Regression Analysis of Reporting Sexual Harassment in Supervisor-Gender 
Harassment Scenario 
Antecedents B Wald test Odds Ratios 
Perceived effectiveness of reporting .61 17.24*** 1.84 
Perceived threat of retaliation -.07 .26 .94 
Perceived severity of sexual harassment -.16 1.76 .85 
Perceived normative pressure -.13 .95 .88 
Perceived facilitation/inhibition from EOC .01 .001 1.01 
Perceived facilitation/inhibition from organization .44 3.71* 1.55 
Gender 1.16 15.97*** 3.18 
Note. * p <.10. ** p< .05. *** p <.01. 
These results show that there was no gender main effect on reporting sexual 
harassment when the hypothetic harassment type is less severe (i.e. gender harassment), 
while there were significant gender main effects in reporting behavior under hypothetical 
sexual coercion scenarios. 
Moderating effect of knowledge of protection against victimization on the relationship of 
antecedents of reporting and reporting behavior 
Moreover, the moderating effect of knowledge of protection against victimization 
(knowledge on victimization) on the relationship between the six antecedents of reporting 
and reporting behavior was examined also by sequential logistic regression analyses 
across the four hypothetical harassment scenarios. Sequential logistic regression analyses 
were performed to assess the classification of reporters and non-reporters first on the 
basis of the six antecedents of reporting in block 1，then after the addition of knowledge 
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on victimization (high and low knowledge level) in block 2, the interaction terms of the 
six antecedents and the knowledge on victimization were finally added in block 3. 
For scenarios 1 to 3，the models with interaction terms of the six antecedents of 
reporting and knowledge on victimization were not reliably different from the model with 
the six antecedents of reporting [scenario 1: (6, 311) = 3.26, p > .05; scenario 2: 
A^=311) = 6.52, p > .05; scenario 3: (6, 311) = 7.22, p > . 0 5 ] . These results 
show that there is no moderating effect of knowledge on victimization on the relationship 
between the six antecedents of reporting and reporting behavior in the supervisor-gender 
harassment, coworker-gender harassment and supervisor-sexual coercion scenarios. 
However, a model with interaction terms of the six antecedents of reporting and 
knowledge on victimization was reliably different from the full model with only the six 
antecedents of reporting [X^ (6, 311) = 14.15,/? < .05] in the coworker-sexual 
coercion scenario. Table 13 shows regression coefficients, Wald statistics and odds ratios 
for each of the six antecedents of reporting behavior and interactions terms in scenario 4. 
Only the interaction term of perceived threat of retaliation and knowledge on 
victimization {P- 1\ \ ^  = 6.55, p < .05) is significant in the model among all the 
interaction terms. Figure 2 shows the interaction effect of perceived threat of retaliation 
and knowledge on victimization on reporting behavior in scenario 4. For those employees 
who rated perceived threat of retaliation as a highly important antecedent of reporting, 
there was no significant difference in their reporting behavior with different level of 
knowledge of protection against victimization. However, for those employees who rated 
perceived threat of retaliation with low importance when deciding whether to report or 
not, the group with high level of knowledge of protection against victimization was 
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significantly more likely to report sexual harassment than the group with low level of 
such knowledge. 
Table 13 
Sequential Logistic Regression Analysis of Reporting Sexual Harassment in Coworker-
Sexual Coercion Scenario 
Antecedents B Wald test Odds Ratios 
Perceived effectiveness of reporting (Fl) .69 4.98* 1.99 
Perceived threat of retaliation (F2) -.83 7.28** .44 
Perceived severity of sexual harassment (F3) .07 .10 1.07 
Perceived normative pressure (F4) .51 2.96 1.67 
Perceived facilitation/inhibition from EOC (F5) .20 .22 1.22 
Perceived facilitation/inhibition from organization (F6) -20 .17 .82 
Knowledge of protection against victimization (vict) -.98 3.31 .38 
Fl*vict .003 .001 1.00 
F2*vict .21 6.55* 1.24 
F3*vict -.08 1.73 .92 
F4*vict -.16 3.50 .85 
F5*vict -.04 .09 .97 
F6*vict .22 2.70 1.25 
Note. * p< .05. **p<.01. 
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Figure 2 Interaction effect of perceived threat of retaliation and knowledge of protection 
against victimization on reporting behavior in coworker-sexual coercion scenario. 
Note. Vict = knowledge of protection against victimization. 
Six antecedents of reporting among victims of sexual harassment 
Since none of the participants who had been sexually harassed in their workplace 
reported their reporting experience, regression analysis could not be conducted to 
examine the association of the six antecedents of reporting on their reporting behavior. A 
2 x 6 repeated measure ANOVA was instead conducted with gender (male and female) as 
between-subject independent variables, and the six antecedents of reporting as the 
repeated measure, within-subjects dependent variable. This set of analyses was performed 
in order to compare the mean differences of the importance of the six antecedents of 
reporting among this group of sexual harassment victims across gender. Table 14 shows 
the mean table of the importance ratings of the six antecedents of reporting and gender 
among the victims of sexual harassment. 
Reporting Sexual Harassment 44 
Table 14 
Mean importance ratings of the six antecedents of Reporting with Gender among the 
Victims of Sexual Harassment 
Gender 
Total Male Female 
(N=91) (N=30) (N=61) 
Antecedents M (SD) M (SD) M (SD) 
Perceived effectiveness of reporting 5.49(1.32)4.90(1.70) 5.78( .98)~ 
Perceived threat of retaliation 5.22(1.45) 5.18(1.52) 5.24(1.42) 
Perceived severity of sexual harassment 5.46(1.39) 4.97(1.73) 5.70(1.13) 
Perceived normative pressure 4.42(1.34) 4.33(1.35) 4.46(1.34) 
Perceived facilitation/inhibition from EOC 5.59(1.36) 5.32(1.75) 5.72(1.12) 
Perceived facilitation/inhibition from organization 5.79(1.33) 5.45(1.70) 5.95(1.08) 
The multivariate analysis shows that there is a significant mean difference across 
the six antecedents of reporting sexual harassment [Wilk's A (5, 85) = .63; p < .001]. The 
univariate result shows that there are significant main effects on the six antecedents and 
gender [F (5，445) = 14.44; p < .001 and F (1，89) = 4.70; p < .05 respectively]. Perceived 
facilitation/inhibition from organization (M = 5.79) has the highest mean among all, 
followed by perceived facilitation/inhibition from EOC (M = 5.59), perceived 
effectiveness of reporting (M = 5.49), perceived severity of sexual harassment (M = 
5.46), perceived threat of retaliation (M = 5.22) and finally perceived normative pressure 
(M = 4.42). There is also a significant interaction effect on the six antecedents and 
gender, with F (5’ 445) = 1.86’ p < .10. For females, all the means of the six antecedents 
of reporting are significantly higher than those of the male participants, indicating 
Reporting Sexual Harassment 45 
females generally rate these six antecedents as more important factors when deciding 
whether to report the harassment or not. 
The results on the importance of the six antecedents of reporting among victims of 
sexual harassment were consistent with the regression results of the six antecedents of 
reporting under hypothetical harassment scenarios. First, all mean scores of the six 
antecedents of reporting among victims of harassment were higher than 4 in the 7-pomt 
Likert scale, indicating that the victims tended to rate all the six antecedents as important 
factors when considering whether to report sexual harassment or not. Second, both the 
perceived facilitation/inhibition from organization and the perceived effectiveness of 
reporting, which had high mean scores rated by victims of harassment, were found to be 
significant antecedents in the logistic regression analyses of the responses under the 
hypothetical harassment scenarios. The above comparison shows that the association 
between the six antecedents and reporting behavior in the hypothetical harassment 
scenarios may be similar to the association between the six antecedents and reporting in 
the real sexual harassment experiences. 
Consequences of sexual harassment in the workplace 
The differences of job-related, psychological and physical outcomes between sexual 
harassment victims and non-harassment victims were compared by a 4 (job satisfaction, 
organizational commitment, physical health and psychological health) x 2 (victims and 
non-victims of sexual harassment) x 2 (male and female) MANOVA. Table 15 shows the 
means of consequences to sexual harassment across gender. 
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Table 15 
Means of the Consequences of Sexual Harassment across Gender among the Victims of 
Sexual Harassment 
Gender 
Total Male Female 
(N=304) (N=115) (N=189) 
Consequences M (SD) M (SD) M (SD) 
Job Satisfaction No SH experience 4.72(1.14) 4 .76 (1 .25 )4 .69 (1 .07 ) 
SH experience 4.50(1.06) 4.25(.99) 4.63(1.07) 
Organizational Commitment No SH experience 4.56(1.05) 4.69(1.08) 4.47(1.03) 
SH experience 4.38(1.04) 4.31(.87) 4.42(1.12) 
Physical Health No SH experience 3.05(2.62) 2.72(2.78) 3.28(2.50) 
SH experience 4.40(2.92) 3.63(2.53) 4.77(3.04) 
Psychological Health No SH experience 2.46(.34) 2.45(.35) 2.47(32) 
SH experience 2.59(.38) 2.71 (.40) 2.53(36) 
Note. SH = Sexual harassment. 
The multivariate result shows that there are significant main effects of sexual 
harassment experience [Wilk's A (4，297) = .94; p < .01] and gender [Wilk's 八（4，297) 
=.94; p < .01], and a marginally significant interaction effect on sexual harassment 
experience and gender [Wilk's 八（4’ 297) = .97; p < .10]. The univariate result shows 
that there is a significant difference in job satisfaction [F (1，300) = 3.88; p < .05], 
physical health [F (1，300) = 11.61; p < .01] and psychological health [F (1，300)= 
12.07; p < .01] between participants with and without sexual harassment experience. 
Victims of sexual harassment (M = 4.40) showed significantly poorer physical health 
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than non-victims (M = 3.05). Harassment victims {M = 4.50) also showed significantly 
lower job satisfaction than the non-harassment victims (M = 4.72). Finally, victims of 
sexual harassment (M = 4.40) showed significantly poorer physical health than non-
victims (M = 3.05). No significant differences were found in organizational commitment 
between the two groups of sample. 
There is a significant gender difference in physical health [F ( l , 300) = 5.75; p < 
.05] and a marginally significant gender difference in psychological health [F (1，300)= 
3.03; p < .10]. Female participants (M = 4.03) showed significantly more physical 
symptoms than male participants (M =3.18) while female (M = 2.50) showed 
significantly less psychological distress than male participants (M = 2.58). There is also a 
significant interaction of sexual harassment experience and gender on psychological 
health [F (1，300) = 4.92; p < .05] (See Figure 3). Male harassment victims (M = 2.71) 
showed significantly more psychological distress than the female harassment victims (M 
=2.53) 1，while no significant difference was found between female non-victims (M = 
2.47) and male non-victims (M = 2.45). 
1 A 2 (gender harassment vs. gender harassment and unwanted sexual attention) x 2 (male and female) 
ANOVA was conducted with psychological health as dependent variable. A significant difference was 
found on psychological distress between male and female victims, F (1, 84) = 4.18; p < .05. No significant 
differences were found on the type of harassment [F (1，84) = .001; > .05] and the interaction of type of 
harassment and gender [F (1，84) = .006; p > .05]. This further analysis confirmed that there was no 
significant difference between the types of sexual harassment on victims' psychological health. 
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Figure 3. Interaction effect of sexual harassment experience and gender on psychological 
health. 
Note. SH = sexual harassment. 
Interview data 
In addition to the quantitative data obtained from the questionnaires, in-depth 
interviews were conducted to add corroborative evidence to the results of the survey 
study. Both of the informants had encountered sexual harassment experience in their 
workplace. One of them reported to her organization and then to the EOC. The other one 
did not report the incident to any authority. They were asked what factors contributed to 
their decision of reporting after the harassment incidents. The following "discourses" 
were extracted from the interview transcripts to support the six antecedents of reporting 
proposed in this study. 
The reporter of sexual harassment revealed that one of the antecedents was the 
outcome of reporting: 
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‘7 must let this kind of people [harasser] to know that they have done something 
wrong. Not only they cannot do that [sexual harassment] to me, they cannot do the 
same to anyone else. By doing this [reporting], I want him to stop doing the same to 
me in the future, and also let his 'gang' knows that it [sexual harassment] is all 
wrong.“ 
It showed that her perceived effectiveness of reporting in stopping future 
harassment either to her or other employees was a reason for her to report the harassment 
incident. Moreover, the non-reporter also had similar thoughts as she mentioned that her 
willingness to report would decrease if there were no outcome after reporting. 
Under the local economic downturn in the recent years, high unemployment rate 
becomes a barrier to the victims of sexual harassment to report their cases. They were 
afraid of retaliation after reporting. The non-reporter thought that the victims of sexual 
harassment need to tolerate the situation because of the high unemployment rate in Hong 
Kong. Therefore, how the harassment victims perceive the threat of retaliation after 
reporting affects their reporting behavior. 
In addition, the non-reporter mentioned explicitly that the perceived severity of 
sexual harassment was one of the factors affecting whether she would report or not. She 
also mentioned that she did not report the harassment incidents she experienced since she 
felt that they were neither humiliating nor belong to body-contact type of harassment in 
her own experience. 
The non-reporter of harassment explained that she would consider how people such 
as friends and coworkers think of reporting when she decides whether to report or not: 
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“If more people around me support me or they suggest to me that I need to do so 
[reporting], I think the chance for me to report would be higher. But if some of 
them think that it's just a trivial matter or it's troublesome to report, their opinions 
would influence me not going to report.“ 
It showed that victims' perception on the normative pressure of reporting is one of 
the antecedents of reporting sexual harassment. 
When speaking about EOC, the non-reporter of sexual harassment said that she was 
not clear about the role of EOC in handling sexual harassment complaints: 
“Actually I know nothing about what EOC is doing now. I don，t know what it can 
do and therefore I'm unclear about its role on reporting sexual harassment. I think 
I do not know how to do when I face this kind of situation. I just think that I can 
complain to EOC, but I don 't know what they would do after that.“ 
Her perception on the complaining procedures of EOC became an inhibition of 
reporting. Therefore she also mentioned that she would prefer to report to her supervisor 
and she did not think the complaint must be lodged to the EOC. However, EOC was also 
viewed as a facilitating external help available for the victims of harassment. The reporter 
of sexual harassment recalled her experience of reporting: 
‘7 think its [EOC] greatest facilitation is that it is a legal organization set up by 
the government. Its name can be used to scare those who dare not to ignore it, for 
example that bad guy [harasser]. When he was in the Small Claims Court, he did 
not want to pay the compensation, but then the judge said to him the case would go 
back to EOC if he did not pay at that time. Then he paid immediately. He said he 
won 't pay me if I'm alone [ without EOC]. ” 
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As revealed by both informants, victims' perceived facilitation/inhibition of 
reporting is one of the antecedents when deciding whether to report the harassment or not. 
In addition to perceived facilitation/inhibition from EOC, the importance of 
perceived facilitation/inhibition from organizations to reporting behavior was also found 
in the interviews with victims of harassment. The reporter of sexual harassment perceived 
that her organization did not facilitate her reporting process: 
"They used denotation and connotation... that is they used some points which 
seemed to be thinking from your point of view and asked you whether you really 
want to lodge the complaint. They asked whether or not you misunderstood [the 
situation] etc and tried to resolve it [reporting] this way. ” 
For the non-reporter, she also perceived that the organizational climate did not 
promote the awareness of sexual harassment. There was no poster, leaflet or letter 
available in her workplace to remind the employees the procedures lodging sexual 
harassment complaints. Such perceived inhibition affected their willingness to report 
their harassment incidents to their organizations. 
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CHAPTER 4: DISCUSSION 
Antecedents of reporting sexual harassment 
From the results of logistic regression, all the six antecedents of reporting as a 
whole were found to be able to account for a significant amount of variations in reporting 
sexual harassment across the four hypothetical harassment scenarios. However, among 
these six antecedents of reporting, perceived effectiveness of reporting and perceived 
threat of retaliation were consistently found to be significant or marginally factors 
accounting for the reporting of sexual harassment. In the harassment cases with a 
coworker as the harasser, perceived facilitation/inhibition from organization becomes a 
more salient antecedent of reporting behavior. 
Previous findings revealed that the harasser's rank is related to the reporting of 
sexual harassment (Bergman et al., 2002). When comparing the antecedents across 
hypothetical scenarios with different harasser's rank and type of harassment, perceived 
facilitation/inhibition from organization on reporting was found to be significant only in 
scenarios with the coworker as harasser. Sexual harassment is said to be a political tool to 
oppress those who are least privileged in the power relationship in workplace. Some 
studies examining the relationship between power differential and target coping suggest 
that targets harassed by superiors are less likely to report harassment. This phenomenon 
is mainly caused by their fear of job-related repercussions due to the existence of power 
differential (Gruber & Bjom，1982; Thacker & Ferris，1991). When there is no/little 
power difference between the harasser and the harassee in the workplace, the haras see is 
more likely to resist the harasser by reporting the harassment incidents to the 
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organization. Therefore, perceived facilitation/inhibition from organization by the victims 
becomes more salient when they are harassed by coworkers. 
According to the ranking of means of the six antecedents among the victims of 
sexual harassment, perceived facilitation/inhibition from organization has the highest 
mean, followed by perceived facilitation/inhibition from EOC and then perceived 
effectiveness of reporting to stop future sexual harassment among the participants who 
have been sexually harassed in their workplace. 
This ranking of means represents victims' perception on the importance of these 
factors when considering whether to report the harassment incidents. This result 
resembles those produced by the regression analyses of the hypothetical harassment 
scenarios. Interestingly, victims' perception on the facilitation or inhibition from EOC in 
reporting process is the second most important antecedents of reporting rated by victims 
of sexual harassment, while it is not rated as a significant antecedent by non-victims 
under hypothetical scenarios. Though the two sets of analyses cannot be compared 
directly, the discrepancy in these results suggests that the two groups of sample, total 
sample rated on hypothetical scenarios and the sample of victims exclusively, may differ 
in the perception on the importance of facilitation/inhibition from EOC for reporting 
sexual harassment. There may be an increase of awareness on the availability of external 
help from EOC when employees are being sexually harassed in the workplace, thus lead 
to such discrepancy between the total sample and victims of sexual harassment. 
When looking closer to these results, perceived normative pressure is not a 
significant antecedent of reporting sexual harassment across the four hypothetical 
scenarios and even scores the lowest among the six antecedents in victims of sexual 
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harassment. This result is contradictory to the nature of a collectivistic culture which we 
have in Hong Kong. Previous cross-cultural studies showed that being in a collectivistic 
society, Hong Kong Chinese value interpersonal harmony and they consider the 
normative value before they act (e.g., Hofstede, 1980，Triandis, 1997). The result of 
relatively low importance on perceived normative pressure from significant others when 
considering whether to report sexual harassment is not consistent with the expected 
cultural norm in the collectivistic culture. 
With the help of interview informant who has reported sexual harassment, it is 
speculated that sexual harassment is treated as a private issue. Due to this reason, 
normative expectations could not be formed since victims may not disclose the issue 
when deciding whether to report or not. One interview informant mentioned that she did 
not discuss with her family members before she reported the harassment. She was not 
allowed to disclose the case to her coworkers by the policy set by her organization. For 
another informant, she did not tell others but a very close coworker about her harassment 
experiences. 
Under the power differential of sexual harassment in the workplace, victims' 
harassment experiences are usually trivialized by others to make sexual harassment 
invisible. For example, organizations/harassers may trivialize victims' experiences by 
framing the actions in terms of "harmless entertainment" (Daly, 1984). Victims 
sometimes may even trivialize the harassment incidents by themselves due to this 
normative thinking. As a result, they would rather keep silence and tell no one about the 
harassment incidences and thus no reference of normative pressure could they refer to 
when they are deciding whether to report or not. It may be the reason why perceived 
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normative pressure is the least important antecedents of reporting sexual harassment 
among the Hong Kong Chinese employees. 
Empowerment through protection against victimization? 
When employees are sexually coerced by coworkers in their workplace, the 
relationship between perceived threat of retaliation after reporting and reporting behavior 
is moderated by their knowledge of protection against victimization. Among those 
employees who consider the perceived threat of retaliation as an important antecedent of 
reporting, the level of knowledge of protection against victimization does not influence 
whether they would report the harassment. However, among those employees who regard 
the perceived threat of retaliation as unimportant when deciding whether to report or not, 
higher level of knowledge of protection against victimization significantly increase the 
likelihood of reporting sexual harassment. 
This part of the results confirms the existence of protection against victimization 
provided by the Sex Discrimination Ordinance. Those victims who are less fearful of the 
threat of retaliation may be empowered by such knowledge, thus increase the likelihood 
of reporting the harassment incidents. Therefore, victims' knowledge of protection 
against victimization is a crucial factor in influencing victims' decision of reporting when 
they have a low level of perceived threat of retaliation. 
Moreover, this interaction effect was only present under the hypothetical coworker-
sexual coercion situation. The power differential between harasser and harassee is smaller 
in this situation than the supervisor-as-harasser cases and the type of harassment is also 
less tolerable. Therefore such result may confirm that sexual harassment in the workplace 
is a by-product of power differential in the public sphere which has been mentioned 
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earlier in this paper. However, such power differential (sexual harassment) could be 
challenged (uncovering the issue by reporting) when victims are empowered by the 
protection provided in the legislation against victimization. 
Consequences of sexual harassment 
Organizational commitment. There is no significant difference between victims and 
non-victims of sexual harassment in organizational commitment, which is consistent with 
the findings in previous sexual harassment studies. Both Chan et al. (1999) and Shaffer, 
Joplin, Bell, Lau and Qguz (2000) found that the association between sexual harassment 
and organizational commitment was not significant in Hong Kong Chinese sample. 
In Chan et al.'s study, they suggested that women in Hong Kong were unaware of 
their basic rights to protection by their organizations from sexual harassment. At that 
time, the Hong Kong Government just established the Equal Opportunities Commission, 
which is responsible for elaborating formal guidelines for organizations to handle sexual 
harassment complaints. However, the findings of this study showed that Hong Kong 
employees still incline not to blame the organizations for the sexual harassment incidents 
in their workplace and view the facilitation/inhibition from the organization on reporting 
as an important antecedent of reporting sexual harassment. 
One possible reason for such phenomenon is that employees tend to attribute sexual 
harassment incidents to the harassers but not to their organizations. At the same time, 
victims may believe that organizations would be just and fair when handling the 
complaints and so they value the facilitation or inhibition provided/produced by their 
organizations when they report the harassment. As supported by the interview of sexual 
harassment victims, she blamed mainly the harasser whom she called "the bad guy" for 
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the harassment, and she reported to her organization as she expected her organization 
could help her to get out of the harassment situation. Moreover, in the research conducted 
by Wong, Ngo and Wong (2002) in the Chinese workplace, they constructed a model 
which trust in organization mediates the relationships between perceived distributive 
justice and organizational commitment, and between perceived procedural justice and 
organizational commitment. Applying their findings to the case of sexual harassment in 
the workplace, perceived distributive justice and procedural justice of victims' 
organizations may be associated with organizational commitment. When victims perceive 
their organization may facilitate the reporting procedure or may treat the complaints 
fairly, their level of organizational commitment would not be affected by the harassment 
incidents in the workplace. 
More psychological impact on male victims? In addition, the impact on 
psychological health of male victims drew our attention in this study. There is no 
significant difference on the psychological health between male and female employees 
who had not had sexual harassment experience. However, there is a significant gender 
difference on the psychological health on sexual harassment victims, which surprisingly 
showed that male victims had more negative impacts then women victims. Impacts of 
sexual harassment of female victims have long been investigated while that of male 
victims received far less attention. 
It is speculated that since men are usually viewed as perpetrator but not victims of 
sexual harassment. Referring to the sexual assault literature, stereotypes of men as 
domineering, independent, competitive and strong may foster underreporting of sexual 
assault and health professional may fail to recognize their problems (Bartholow et al., 
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1994). They may therefore suffer from more psychological distress than their female 
counterparts since they are less socially accepted as the victims of sexual harassment. 
Furthermore, though the casual relationship between male as sexual harassment 
victims and psychological health of these male employees could not be confirmed in this 
study, this result may reveal that male employees who have lower level of psychological 
health could be the target of perpetrator of sexual harassment in the workplace. 
Therefore, further study could be conducted to examine the casual relationship between 
male victims of harassment and their psychological well-being. 
Discrepancy in the definition of sexual harassment 
There was variation in the definition of sexual harassment among participants of 
this study, as shown by the discrepancy in the percentage of self-labeled victims of sexual 
harassment (8.5%) and that of participants who have experienced sexual harassment 
behaviors in their workplace (29.9%). This phenomenon was well-documented in sexual 
harassment research (e.g., Adams-Roy & Barling, 1998, Barak, Fisher & Houston, 1992; 
Jaschik & Fretz，1992), as many women only identify the most extreme behaviors as 
sexual harassment. In this study, most respondents did not treat the less serious gender 
harassment and the sexually-related languages as a form of sexual harassment, which 
echoes the previous findings on the labeling of sexual harassment. 
Implications 
This research is among the first to examine the mechanisms of reporting sexual 
harassment in the workplace in Hong Kong. An attitude-behavior consistency approach is 
used to give a newer perspective other than coping framework when reviewing the 
antecedents of reporting sexual harassment in the workplace. 
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Among the six antecedents of reporting sexual harassment, two of them are related 
to facilitation/inhibition provided/produced by the Equal Opportunities Commission 
(EOC) in Hong Kong and employees' organizations. By examining how employees 
perceive the external help/hindrance provided/produced by these authorities, such as the 
availability of sexual harassment policies and the enforcement of the complaints 
procedure, it may help to improve the present organizational or legal system in handling 
complaints of sexual harassment. 
According to the results obtained in this study, employees view the organizational 
facilitation or inhibition more important than that of the EOC when deciding whether to 
report the sexual harassment incidents in their workplace. As shown by the statistics on 
the availability of sexual harassment policies in the workplace, around 50% of 
participants stated that either there is no such policy available or they are not sure of their 
existence. Therefore, sexual harassment policies and procedures not only should be 
developed in every workplace, they also should be enforced in a just and fair manner. As 
employees prefer reporting to their organizations more than to EOC, EOC should 
distribute more resources in helping the organizations to create sexual harassment 
policies and procedures. 
Moreover, perception of the effectiveness of reporting sexual harassment is 
important to employees when they are trying to decide whether to report the harassment 
incidents. However, as shown by the responses of interview informants, the possible 
outcomes of reporting are often unclear when they are making the decision to report to 
the EOC or organizations. Although there are previous complaints which reached 
conciliation with the help of the EOC, victims may still be unsure of the possible 
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outcomes of their reporting behaviors. In the case of reporting to organizations, victims 
may not even be able to obtain any information on the outcomes of reporting from their 
own organizations. As a result, there should be more transparency on the reporting 
procedures and process of handling complaints from the EOC and organizations in order 
to increase employees' perceived effective of reporting in stopping harassment in the 
workplace. Also, more publication on the outcomes of the previous complaints should be 
published by the EOC and organizations, so that the employees could be more equipped 
to expect how would the complaint process work and what are the outcomes if they were 
to report when they face harassment situation in their workplace. 
In this research, knowledge of protection against victimization of sexual harassment 
victims helps to increase the likelihood of reporting sexual harassment when victims' 
perceived threat of retaliation is trivial. Therefore, more promotion on the knowledge of 
such protection in the legislation to the employees should be done by the EOC and 
organizations. 
As proposed by previous research on the consequences of sexual harassment, this 
study again confirms the negative impacts on the physical health, psychological health 
and job-related consequences of sexual harassment incidents in the workplace. 
Prevention is always better than cure, thus there is always a need to increase the 
awareness of sexual harassment related-issue in the workplace before any harm has been 
done to the employees. For the worst case, when sexual harassment indeed happened in 
the workplace, EOC and organizations should provide counseling services to the 
employees who have experienced sexual harassment in order to reduce the negative 
impacts on their physical, psychological and job-related outcomes. There are some non-
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government organizations in Hong Kong, such as Rainlily, providing this kind of 
counseling services to the victims of sexual harassment. Organizations should make these 
resources available to their employees when they are encountering negative consequences 
of sexual harassment. Also, more attention should be given to male victims as they are 
always neglected by the health professionals as potential victims of harassment. 
In addition to the questionnaire results obtained in quantitative analysis, the 
inclusion of in-depth interviews help to discover the voices of sexual harassment victims. 
The choice of both quantitative and qualitative research methods in this research helps us 
to obtain an overall picture of sexual harassment and reporting of sexual harassment in 
Hong Kong, together with the voices of individuals who provide more information than 
the aggregated data across a large sample. The combination of both quantitative and 
qualitative research methods in this research, though more time- and resources-
consuming, may provide a better account of reporting of sexual harassment in the 
workplace in Hong Kong. 
Limitations 
As with all research, this study had several limitations. First, this study used a 
retrospective method. That is, victims of sexual harassment were recalling their past 
decision making process before they made any responses to their harassment experiences, 
to measure the importance of six antecedents of reporting sexual harassment. Participants 
may have tendency to describe their attitudes in order to make their past behaviors more 
reasonable and sensible, which may produce distortion in their attitudes on reporting 
behaviors. 
•t 
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Second, the relatively small sample size of this study limited the variation of 
responses. Most of the sexual harassment research used a large sample size, for example 
Adams-Roy and Barling (1998) recruited 802 participants in their study, and some even 
used national survey data such as the USMSPB (1987，1994) data which consisted of 
13,000 federal employees. Due to this limitation, less variation of responses on reporting 
behaviors was obtained in this study. 
Third, the zero reporting rate among victims of sexual harassment in this study may 
be due to the small sample size of victims (N = 9V) and the fact that only 1% of the 
victims had encountered severe sexual harassment incidents such as sexual coercion or 
pro quo. Therefore, the lack of variance in responses of harassment type among 
victims of sexual harassment in this study confined the number of reporters and thus 
some interesting analyses on the consequences of reporting sexual harassment could not 
be conducted. 
Further studies 
The whole reporting mechanism of sexual harassment does not only happen in the 
individual level, but also in the organizational level. In this research, only data of 
individual level could be obtained and examined. It is expensive and time-consuming to 
include also organizational level analysis in this research. To the best of my knowledge, 
there is a lack of organizational level research on the sexual harassment issue available in 
Hong Kong and also in other countries. Therefore, further studies investigating the 
organizational views or managerial views on the reporting of sexual harassment among 
Hong Kong Chinese employees should be conducted to produce an overall picture of how 
reporting of sexual harassment work in Hong Kong. 
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Moreover, the outcomes of reporting sexual harassment remain unknown in this 
study. Bergman et al. (2002) call into question the reasonableness of using organizational 
reporting procedures. Previous court cases in the United States such as the Burlington 
Industries v. Ellerth (1998) suggested that it is "reasonable" to report sexual harassment 
since the victim received compensation after reporting sexual harassment. However, the 
finding in other studies showed that reporting could harm the victims in terms of lowered 
job satisfaction and greater psychological distress (Hesson-Mclnnis & Fitzegerald, 1997; 
Magley, 1999; Stockdale, 1998). This debate is still unsolved in this research, since none 
of the victims reported sexual harassment in their workplace thus the consequences of 
reporting could not be compared. Furthermore, there are very few court cases of sexual 
harassment available in Hong Kong, so that the "reasonableness" of reporting in the local 
context still remains unknown. Therefore, further studies should be conducted to 
investigate the consequences of reporting sexual harassment, as well as to evaluate its 
effectiveness in stopping sexual harassment in the workplace and reducing negative 
outcomes of victims of harassment. 
Conclusion 
Reporting sexual harassment is a process of resistance between the public and 
private domains. Sexual harassment itself can be treated as a political tool to keep women 
out of the public domain. However, reporting sexual harassment brings this private issue 
into the spotlight of the public through institutional channels (such as organizations, EOC 
and the reporters themselves). At the same time this supposed-to-be public issue is being 
kept private under the hegemony of the patriarchy society. This fight of reporting sexual 
harassment between the private/public domains makes reporting of sexual harassment in 
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the workplace invisible even though Sex Discrimination Ordinance and organizational 
policies are available. 
A possible way out is to make the topic and mechanism of reporting sexual 
harassment public, then more attention will be aroused from the society. Policy-makers, 
educators and organizational management should help to promote and increase general 
public's understanding on reporting sexual harassment. In the meantime, sexual 
harassment victims' privacy should be protected while increased publicity of sexual 
harassment and more attention and external help need to be provided to help victims to 
cope with their personal consequences of sexual harassment. 
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Appendix B 
Questions of elicitation study translated to English 
1. How do you define the term "workplace"? 
2. Try to imagine if you had been sexually harassed in your workplace, please list the 
advantages of reporting sexual harassment in the workplace. 
3. Try to imagine if you had been sexually harassed in your workplace, please list the 
disadvantages of reporting sexual harassment in the workplace. 
4. Try to imagine if you had been sexually harassed in your workplace, please list the 
positive effects of reporting sexual harassment in the workplace. 
5. Try to imagine if you had been sexually harassed in your workplace, please list the 
negative effects of reporting sexual harassment in the workplace. 
6. Try to imagine if you had been sexually harassed in your workplace, who would 
influence your decision of whether to report sexual harassment in the workplace? 
Please list your relationship with these people. 
7. Try to imagine if you had been sexually harassed in your workplace, please list the 
available channels for reporting sexual harassment in the workplace. 
8. Try to imagine if you had been sexually harassed in your workplace, please list the 
factors facilitating your report of sexual harassment in the workplace. 
9. Try to imagine if you had been sexually harassed in your workplace, please list the 
factors inhibiting your report of sexual harassment in the workplace. 
10. Have you ever been sexually harassed or witnessed any sexual harassment incidents 
in your workplace? If yes, please describe briefly the harassment incidents. 
11. Do you have any other comments on the topic of sexual harassment in the workplace? 
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12. Gender 
13. Occupation 
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Appendix D 
Hypothetical sexual harassment scenarios for female participants translated to English 
Scenario 1: 
A supervisor in your department upsets and embarrasses female coworkers publicly by 
saying that they are incompetent in their work and should seek help from male 
coworkers. You feel unpleasant and embarrassed immediately because of this remark. 
Scenario 2: 
A coworker in your department upsets and embarrasses female coworkers publicly by 
saying that they are incompetent in their work and should seek help from male 
coworkers. You feel unpleasant and embarrassed immediately because of this remark. 
Scenario 3: 
By making sex a condition for career advancement, a supervisor in your department 
makes the working environment unfair and intimidating to you. 
Scenario 4: 
By making sex a condition for career advancement, a coworker in your department 
makes the working environment unfair and intimidating to you. 
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Appendix F 
Results of the content analysis (items translated to English) 
Factor 1: Perceived effectiveness 
1. Whether complaining can help to stop sexual harassment. 
2. Whether complaining can help to avoid others to be sexually harassed. 
Factor 2: Perceived threat of retaliation 
3. Whether complaining will damage my relationship with the organization. 
4. Whether complaining will damage my relationship with my coworkers. 
5. Whether I will be fired after complaining. 
Factor 3: Perceived severity of sexual harassment 
6. The frequency of sexual harassment. 
7. The severity of sexual harassment. 
Factor 4: Perceived normative pressure of reporting from significant others 
8. Coworkers' attitudes toward my complaint. 
9. My family's attitude towards my complaint. 
10. Supervisor's attitude towards my complaint. 
Factor 5: Perceived facilitation/inhibition of reporting from EOC 
11. Clear procedures in handling the complaint by the Equal Opportunities Commission. 
12.Confidentiality in handling the complaint by the Equal Opportunities Commission. 
13. Fairness in handling the complaint by the Equal Opportunities Commission. 
14. After settling the complaint, whether the Equal Opportunities Commission will 
follow-up with the case. 
Factor 6: Perceived facilitation/inhibition of reporting from organization 
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15. Clear procedures in handling the complaint by the organization. 
16. Confidentiality in handling the complaint by the organization. 
17 • Organization's attitude towards sexual harassment. 
18.Fairness in handling the complaint by the organization. 
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